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6 August 1964 


TO: Mr. Baird 


I have read the Program for the Establishment of a 


Career Corps in the CIA and Iam amazed at how we have 

come full circle from 1951 to 1964. It is so similar and even 

in some details, identical, with the Midcareer Training 

Program of 1964, that it makes you wonder. The Professional 
Trainee and Career Corps of 1951 are now, in 1964, the Junior 
Officer Trainee and the Midcareer Training Program, respectively. 


The Retirement Bill now pending in Congress seems to have 
started back in 1951 (page 69). 


I would like to discuss this with you at your convenience 
anytime after I return on Tuesday, 11 August. 


Age Lhe 
E. R/ W. 
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Note that in July 1951 this proposal was approved in principle 
by the DCI and the D/Pers. The Career Corps concept was 
approved. 


Think where we'd be today if we'd gone ahead then! 


What happened? 
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2h July 1951 
MEMORANDUM FORs The Director, CIA 
FROM : Assistant Director 
SUBJECT t Proposal for the Establishment of a 
Career Corps 


1. I have reviewed this proposal, submitted to you 
3 July 1951 by the Director of Training and have discussed 
the plan, in general, with hin, 


_.20 There is considerable detail on the plan that will 
require the most closely defined coordination between Per. 


scnnel and Training but, I am confident that this can be 
werked out between the two offices without any difficulty. 
$$$ es i ry att Cultyo 
3c Also, the Career Management Program, covered by 
Appendix I, is an essential element of the overall plan but 
will need more developmental study which I am sure can be accom-= 
plished as the initial phases of the survey get underway. 
Because the Agency is generally understaffed now and in 
order to gain the essential cooperation of the Assistant 
Directors, I suggest that rotation of the present Agency 
exployees selected for the Career Corps be delayed until 


operating offices are nearer to their table of organiza- 
tion goals, 


io I am in hearty accord with the pro sal. subject 
to the above minor qualifications in timing, and recommend 
that :you approve the plan in principle. 
rr ge 
/3/ ¥. Trubee Davison 
F, TRUBEE DAVISON 
ist Indorsement 
TO: General Davison 


io I do so approve. 
LD 


/s/ Wo Bo So 


AL 
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You should read this page. 
NOTE: 
1. Not only importance of young new employees in Career 
' Corps concept but also concept of internal selection - just 
where we are today! 


1951 recognition of Agency-wide Career Management 
Program. 


The DIR's admission that the 0/Pers should carry the 
ball and his offer of wholehearted support. 
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SECRET 
MEMORAK DUM i332 Director of Central Intelligence 3 July 1951 
FROM 8 Direstor of Training 


SUBJECT 8 A Proposal to Establish and Implement a 
' Caresr Corps Program CIA 
nace ne cent 


lo Since ite inception six months ago today, the Office of Training, 
in compliance with your verbal instructions, has given priority to planning 
for the es:ablishment of a Career Cerpa. The formulation of a plan for 
so vital an Agency-wide program merite more than a six-months attack by 
my limited staff. However, the resent news release on the Agency Career 
Corps Frogivam impels me to submit herewith the plan as now developed, 
with probable imperfections which a later submission might have eliminated. 


2. the plen ie upon two basic assumptions: 
Lo : 


a Uh ly the quality of cur personnel will dspend upon { 
highly selective recruitment at the junior level, but beet? ta 
Corps itself could not and should not be recruited fron 
tha Agency, but rather should be selected from those employees 
who have demonstrated their ability through a period of service 
in the. Agency 3 


bo A program for a Career Corps, to be successful, mat te [| an 
integ:ated with a career management program for the Agency. 


As a corollary to assumption (b) there is also submitted herewith the 
proposei plan of Agency-wide Career Management, into which the Career x 
Corps ptogram mst itself be integrated. 

30 Gareer Management and many phases of the Career Corps proposal 
are proper)y the responsibility of Personnel. If this plan is approved 
in whol» or in part, I recommend that the Director of Persomel be made 
responslbli: for implementing those portions of the plan that are 
properly functions of his Office, He will, of course, have the whole- 
hearted support of the Office of Training. 


ae 


sucesssful execution of a plan of this type is the fied support, 
of the Directcr of Central Intelligence and his Assistant Diresters, 
Our study of the subject indicates that Personnel and Management rave 
advanced s:aitiar proposals for career development in the past but that 


kh. << cannot emphasise too strongly that a sins ane non to the 
former Dirvcters failed to give them implementing support. 


Distritsutions 
Adidre s820 
pocr MATTHEW BAIRD 


DDA 
DDP ii 


T&SO 
Perse SRGRET 
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GLOSSARY 


Certain tenns used in a restricted or unusual way are 
defined below: 


Applicant © A young van or woman who wishes 
to becom: 4a vrcfessicnal trainee, 
and eventusliy a carserist, and 
has been resommended by a contact 
er Personne Procuremmitto 


Basic Training = A course in general intelligence 
at the CIA level, togezher with 
language and other inetruction, 
designed to prepare a professional 
traines for work in GIA. 


Candidate @ An employes of two years standing 
who wishes to snter the Career 
Corps o 

Gareer Corps = Employees who have basen selecte: 


for rotation and training in 
preparation for positions of 
great respomzibility. and those 
who hold such positions. 


Garear Management <= The program of selectc.on of 
Program careerists, and their subsequen® 
training and advancements 


GIA Intelligense - The school offering intelligens 
School courees, frou Basic Training to 
the National. Intelligence Cours. 


Contact o A congultent in an educational 
institution who guides and recommends 
applicants. Contacts will be estab tshe 
ed in tha separation centers of the 
Arued Forces for the same purpose 


Ceneralist o A mewber of the careas corps whose 
aptitudes ani interests justify 
extensive training and rotation in 
and out of ‘tne Agency, to. prepare 
him for Ageney-wide jcbs and other 
positions oi great revponsibility. 


ee 
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National Intelli- 
gence Course — 


Professional Trainee 


ot Specialist — 


Training Slot 
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= A final course for carserists, 
devoted primarily to research in 
seminars on actual intelligence 
problems. 


» A young man or woman of high 
potential, selected for Basic« 
Training and placement in CIA. 


>» & member of the Career Corps whose 
excellence in 4 particular field 
or office indicates that his 
training and retation should be 
directed toward improving his 
work in his specisity. 


= A T/0 position established above 
the normal T/0 of an Office, 
designed to facilitate initial 
plecement of professional trainees 
and rotation of careerists. 


\ 


VA 
SECRET 
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SECRET 
INTRODUCTION 


The intention of establishing a Career Corps within the 
CIA was succinctly stated by General Smith as follows: 


*I am trying to build up a corps of well qualified men 
: here who are interested in g a career with the 
Central Intelligence Agency. To effect this, I recent= x 


ly established a training section which functions = as 


mich as I dislike the term ~ ag a sort of career ee 
ment of fice,* 


Weltex Bedell Smith 
fo Hon. John MeCloy 
17 Mareh 1951 


The Office of Training has studied the problem of ¢s=- 
tablishing a C&reer Corps from various sngleg, and has 
consulted experts in carser management outside the Agency, 
an wall as experienced executives within the Agency. 


w The problem involves recruitment of extremely able 
young men and women from outside the Agency, selection as 4 
cureerists of the most able people already in the Agency, >% 
and improvement of the value of members of the Career Corp 
tu the Agency by training, rotation and other experiences 
A system of career benefits and security must be establidhed 
for careerists. The recommendatione made in thie report 
are centered around annual. evaluation intended to uncover 
the most able people available, 


Only peo le with at least two years of service in the x ; | x 
Agency are here considered eligible to become Careuriste, 
Certain problems are closely connected with the mtters 

di.scussed here, tut have been given only passing attention 

at, this time, because they are subsidiary to the main problem. 
O,6 is the establishment of career bensfits and security 
(éppendix R), Another is the proper use of military personne). 
or duty with the Agency, not only from the point of view of 
their maximum utilisation by us, but also of their own 
professional improvement (Appendix 0). 


x 


~~ SECRET 
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The problem in 1951 is the same as the problem in 196). 


NOTE: That what became the Junior Trainee was recommended in 
1951 as the Professional Trainee. 


Specialist vs/and Generalist 


That College Consultants Program was recommended by 


ee 
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EHR FROBLEM 


To devise a'plan to select, recruit, and train young men 
and women of great promise, and to place them in the Ageney 
where they wil) be of the greatest use. 


| x 


To devise a mathad of identifying those empioyees of the 

Agency who have the highest potential for further develop- 

ments to train and rotate them within and outeide the Agency|| X 
in such a way that they will devellep the greatest useful- 

neee to the Agency; and to place them in the most impor: 

tant positions. 


To provide the training necessary to implement A and 2%. i (LELY 
To coordinate A, B and C, 


BISCUSSION 


“ne problem is discussed under the headings c 


I, Criteria for Selection of Professions] Trainees, 
Minimum qualitative criteria are established in : 
terms of education, leadership, personality end X 
health, Specific criterla are established on the 
basis of the present needs of the Agency, in terna 
of education, specialisation, research and experi anse. 


TI, Recruitment of Professional Trainees, Reeruitmer:t on 
the basis of the general and specific criteria should 
bring into the Agency a continuous flew of yourg men X 
and women, of whom many will prove to bs able specialists. 
and a few will eventually develop into generalista capable 
of filling high exeoutive positions. 


25X11 
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Note 1951 recognition of: value of assessment, basic training, 
performance evaluation, placement. 


In 1951 we also recognized the need of training slots or a 
Development Complement. We need them even more in 196}. 


I contend that what I recommended in 1951 is still sound in 1964. 
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I contend that what I recommended in 1951 is still sound in 1964. 
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VIo 


Vit. 


SECRE* 


bean with the Agency a minimum of two years, snd who oi 
are unxier 40 (45 for the Cray veri pe the prograia}. 

Those who stand out will be > 28 other ame 

ployees in this category who wish to c for 

Career Corps selection. Each year, the best candidates 

will be selected as members of the Career Corps, which 4 
will consist of specialists, whose capacities and in= 

tereste indicate that they are superior within thair offless 
and should stay there, and of generalists, whose sapacities 

and interests indicate that they are cepable of filling 
Agency-wide positions. 


Training of wa Corps. Species is will be designed 
o incresse their competence with. theie of fises, 
Tt will consist of advanced intelligence coursess sPor x 
and language study; scientific, econaic and hajcal. 
atudy3 rotation within the Agency; and trave. . 
to be arranged in and out of the Agency vy tHe Offi.as 
of Training in consultation with the Office of Pers ome. 
and the Assistant Director concerned. . 


Training of Career Corps Geng raliste will be designed 

: >.) padth and competence of the individual 4 
in the Agency ag a whole, rather than to deapen his 

specialized skill, It will consist primarily of study 

in the National Intelligance Course which is now being 
established and other high-level Services and sovarnnental 
courses; and, rotation throughout the Agency cad outeide 

the Agencyf The ultimate purpose of the training wll 

be to produce a Director of Central Intelligences 


Matters of detail ere discuased in the appendicag.. 


The diseugaion is expanded in the next section. 


1. 


a 


RECOMMENDATIONS 


That you approve the report in geserai. 


That you authorize the Direstors of Yraining and Personnel 


to carry out detailed isplamentation. 


KL 
SECRET 
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Sound today. 
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DISCUSSION . 


I. SELECTION CRITERIA FOR PROFESSIONAL TRAINEES 
LTR aT SINTRA IAC APA CE I TSE TSH EW RNP NEEM BME IRSRNT NEGO 


Our problem is to select able aiid versatile yous 
people who will, fit into several, offices of the Agency, 
and to construct a program. of training and retation 
that will dsvelop their capabilities tw the utmost. 
Through the 100 Training Slots allotted to the OF fie. 
of Training, we will bring in annually 200-309 professional 
trainees who meet the ganeral and specifie criterie. A 
professional trainee is a young man or woman who appears 
to have # great ability and promige, wishes to make a 
career in CIA, and is receiving basic craindag ~ 
A. General Minimum Criteria for Selecbion ae 
A bachelor’s degree 2ram @ goud ins i tution, 
with very high standing ifrom wper i/h to LAO ef 
clase depending on institution and ovhe+ factors «&- 
Apw Hoere undergraduate record will be disregay aad 
only if the applicant hes Subsequantiy shown brilliance 
in graduate school, in the Gervises, or in othe: 
fields); skill in a language of immecifaic utility, 
or proven language learning faci lity, denonstratad 
by successful study of two languages, ov study of 
one beyond the slemantery levels evidence of leader- 
ship and breadth shown by participation in non-academi¢ 
pursuits; good personality, especialiy tact; sound 
health and morals; previous military sarvice, or 
willingness toe enter service at our divsction; soundly 
motivated desire to maks a career of CIA; willingness 
to accept anonymity. In the case of an umisually 
well qualified person, axseption may be made to these 
requirements .. 


B. Negative Criteria 


We do not want as professional trainees peop is 
with: poor academic records; excellent academic 
records and nothing else; physical, defects serious 
enough to be a handicap in overt work; more than the 
most minor emotional defects; a record of failure in 
language study; unwillingness to go overseas; unvound 
motivation. 


x= | - 


SEORET 
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Sound today. 
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The Agency will no doubt properly continue to employ 
as specialiate people whe mest these negative rather then 
the positive criteria. If they are successful, they may 


_ ba Selected as cereerists by the procedures desertbed in V. 


GC. Spacifte Criteria 


(Figures based on Agency needa and on infor- 
mation supplied by Assistant Directors.) 


Out of any group of 100 trainees, there should 
de about: 


38 College graduates 


5 Engineers, with sone experience in 
production 


@ L21Bo's, preferably with undergraduate 
majors in Social Sciences, Area Studies, 
or International Relations. A few «l4uur 
should be administrators. J 


50 Ph.D.'s or graduate students who have 
not completed the Ph.D., but have pro=.. 
gressed far enough so that they have 
actual research training and experience, 


These figurss are intendsd only as a guide te 
selection end recruitment, and should net be regarded 
as a Table of Organization. A firet-rate man must 
not be excluded because his category is full, nor 
may & second-rater be brought in merely to f1il a 
slot. The figures should be continuously revised 
in the light of job descriptions for current vacancies. 
(A more detailed breakdown is given in Appundix A.) 


SECRET 
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a. 
Essentially what we are doing today or should be doing. 
OTR is doing what it had the authority to do. 
am 
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ma 
Essentially what we sre doing today or should be doing. 
OTR is doing what i had the authority to do. 
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Essentially what we are doing today or shoulda be doing. 


OT is doing whet it had the authority to Go. 
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1, 
Fesentially what we sre doing today or shouid be doing. 
OTR is doing what it. had the authority to do. 

i. 
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The survivors will be brought to Washingtes: and 
interviewed and assessed with ovr eurrent needs in 
mind. (The testing and assessment pregram is des-. 
eribed in Appendix C.) 


There must be sufficient data common to ali 
groups to permit comparison among them. Final selectior: 
from among the candidates should be made by ths Director 
of Training after consultation with the Director of 
Personnel, who has ultimate Placement responsibility. 
Training liaison officers from the appropriate offices 
will be consulted befors employment of trainaes. 


(It is possible and desirable that some men and 
women whom we would be glad to take at the bachelor's 
level will wish to go immediately to graduate school. 
Tf they wish to study a relevant subject, they should 
certainly be encouraged to do so. They should net 
be subsidized by us, since any one who is good enough 
for this program will have no diffieulty in obtaining 
& fellowship or essistantship. Others may taka their 
military training after the bachelor's degrees, A 
broposed arrangement with the Avmad Ferces wilt ba 
described in Appendix D,) 
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Obviously the 1951 basic training of professional trainees 
has been greatly expanded and refined. 
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III. BASIC TRAINING OF PROFESSIONAL TRAINEES 


The purpose of basic training is to give the professional 
trainee the basic skills and knowledge necessary to an intel. 
Ligence officer. Under present conditions, with the Table 
of Organization only about helf full, training must, be ke pt 
4s short as possible, in order that the trainees may be 
absorbed in the Agency at the earliest possibile date. 


(The entire course of basic training described below 
is at present available only to professional trainees, but 
a8 soon &s the demands of the offices becone less pressing, 
it will be offered to all new professional employees.) 


The training program must be controlled and expanded 
in such a way that instruction will always be given by 
experts who are well qualified either by experience in the 
field, or by long study of the subject. Under no con~ 
ditions will canned lectures or teaching from a manual 
be permitted. 


A. Basic training for professional trainees, already 
in operation. 


i. Before trainees enter on duty, they will 
ave been clearly informe & ey are 
not an elite corps, and that thelr future 
n the Agenoy depends on their performance. 
‘ er training and preferential treatment 
will result only from selection through the 
procedures described in V. 


2. The basic courss for trainees will last 
twelve weeks and will be offered three tines 
in the first year beginning in July, October: 
and March, and six times in subsaquent years. 
Tt will be designed to give the students the 
following knowledge and skijls: 


a- The fundamentals of. Russian, and an 
elementary knowledges of the Soviet area. 
These are basic tovis under presen: 
circumstances. Students already com 
petent in Russian will be given other 
languege training. The mornings will 
be devoted to this course (Appendix E), 


SECRET 
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™:, 
Obviously the 1951 basic training of professional trainees 
has been greatly expended end refined. 

a, 
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», The fundamentals of intelligence, basic 
' te all offices, but net special te any. 
Trainees will learri the place of CIA in 
the totek intelligence and goverrmental 
structure, They will acquire such skilis 
and concepts as are necessary to ail in- 
telligence officers. Considerable attention 
will be given to the study of problems. 
The curriculum will include training in 
rapid reading and comprehension, and in 
report writing, designed together +o speed 
the processing of documents, and tw im- 
prove the quality and clarity of writing. 
The afternoons will be devoted to this 
course. Either during or at the end of 
this course, trainees will attend selected 
lestures in the CIA Orientation and 
Indoctrination Course, or its equivalent. 
(A description of the intelligence 
training is given in Appendix F.) 


3. Throughout their training, trainees will de 
continuously evaluated by their instructors 
and other members of. the Training Cffice, 
in order to determine their quality and the 
type of work for which they are initially 
beat suited. Unsatisfactory trainees wilh 
be dismissed if a job that they cannot handle 
cannot be found (Appendix G). 


hh. At the end of their basic training, trainees 
will be placed within the Ageney, either in 
& regular cr a training slot (See IV.) 


B. Proposed expansion of basic training, to be im» 
plemented as the Table of Organization fills end 
the demand for speedy release of personnel weakens. 


ic Elementary area programs; about three months 
in duration (See VI, C.). 


2, Advanced courses in Russian and other slaevonie 
and satellite languages for trainses who 
already heve a basic knowledge of Russian, 


and courses in sewitic and oriental Languages 
(See VI, B,) a 
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IV. INITIAL PLACEMENT OF PROFESSIONAL TRAINEES 


A&A. Piacement Procedure 


The trainee’s initial assignment is of great importance , 
not only in terms of his own development, but of the 
efficiency of the offices and the Agency as a whole. 


Every effort will be made to place the trainse in 
the most suitable position evailable, His academic and 
other qualifications will be studied, his personality and 
aptitudes will be assessed, and his interests will be 
ascertained. His performance in basic training will play 
an important part in the nature and level of his placement. 


Assistant Directors and their representatives will 
be invited to interview appropriate trainees late tn the 
training period, and to express interest, or lack the rect, 
until the trainee is placed in an appropriate office and 
& suitable position. 


B. Training Slots 


If the criteria for selection and the process of 
recruitment were perfect, there would be no problem of 
placement. Since they are probably not, provision should 
be made for a very few training slots in the Table of 
Organization of each Office, to be used for treineas, as 
weil as for rotation of Career Corps personnel, ag described 
below (VI). These slots will have the further advantage 
of taking up slack when there is a temporary lack of 
openings in particular categories. The Directors’ of 
Training and Personnel should be authorized jointly te 
place trainees in “raining slots, after consultation with 
the Assistant Director. (The nacessary changes in the 
Tables of Organization are outlined in Appendix H.} 


No trainee may remain in one training slot for more 
than six months, at the end of which he must either be 
absorbed into the regular Table of Organization of the 
Office, absorbed sleewhere in the Agency, either in s 
regular or training slot in another Offive, or dismissed 
at the joint diseretion of the Directors of Personnel and 
Training on the recommendation of the Assistant Director. 


ae: ae 
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In offices where rotation of new personnel is customary, 

it, may be found desirable to move trainees through a 
iogical succession of training slots within the office 
before they ara initially placed, but only with the consent 
of the Assistant Director concerned, 


C, Evaluation by Supervisors 


Four to six months after the initial placument in a 
regular slot, a representative of the Office of Training 
will request the supervisor of the trainee to make & 
preliminary evaluation of his work. This evaluation will 
confirm or contradict the original evaluation, selection 
and placement of the individual, and may lsad to a change 
in the criteria for selection and methods of recruitment. 
It will provide a means of evaluating basic training, and 
grounds for modifying training when necessary, It wild 
also reveal obvious misfits, who will be either moved 
or dismissed (Appendix G)., 


Once a trainee is placed in a regular slot, his 
future will depend on his performance. Personnel will 
have the same interest in him that it does in all 
employees, but Training, except for the evaluation first 
mentioned, will become actively interested in him again 
only when he emerges, if he dees, as a candidate for the 
Career Corps after two years in the Agency (See TV}, 
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V. SELECTION OF CAREER CORPS 


Next to initial recruitment, the most critical problem 
in the Career Development Program is the early and accurate 
selection of the Career Corps. The Career Corps is 
composed of men and women of superior ability and perform- 
ance and includes specialists, who ere outstanding in a 
single office; and generalists, who are willing and able 
te f411 important executive positions that involve the 
whole Agency in one way or another. (A more detailed 
discussion is given in Appendix I.) 


A. All Agency personnel in grades from GS-9 through 
GS-13, who have been on duty for at least two 
years, and who are under h5 for the first year 
this program is in operation, and under ho 
thereafter, will be studied annually by Personnel 
to identify those who have high potential and 
should be considered for Career Development. 
through further training end mtatien. 


The group, GS<9 through GS-13, is of 
manageable size and is capable of close study. 


Justification for these grades: Professional 
personne] who have not advanced to G5-9 in two 
years under current practices of promotion, ars 
of low potential, It is further assumed that 
GS-1)%s and above are already careerists, well 
established and professionally competent, so 
recognized by their superiors, and for whom 
further training may be desirable; or else 
fall inte categories that would make further 
training impractical or unnecessary. 


Nevertheless, for the first year that this 
program is in operation, it will be neesssary 
to study personnel GSeih and above, to determine 
which of them should be considered members of 
the Carser Corps. 

8B. The Carser Corps will be selected as follows: 


1. Appraisal by supervisors will be combined 
with age and grede, and graphically 


ae se 
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represented, to reveal those who stand 
out. (Detailed discussion of this cial 
cedure will be found in Appendix I. 


The preliminary group thus selected will 
undergo further evaluation designed to 
reveal: 


a. aptitude potential for improvement.; 

bd. intelligence, aptitude, and personality; 

So. knowledge of the intelligence process; 

d. ability to work from evidence in an 
inteliigence problem; 

6. knowledge of current affairs, together 
with historical and economic back— 
ground; and 

f. ability to learn languages 


(The procedure will be discussed in 
Appendix J.) 


For two years, or until the career program 
is well established in the Agency, it will 
be necessary to permit all employees 65.9/13 
to take the tests if they wish, as a check 
on the appraisal. Allowance must be made 
throughout this process for different levels 
of performance st the various grades and 

by persons with differant kinds and amounts 
of service. 


On the basis of the appraisal, evaluation and 
tests, two small groups will be selected: 

the candidate specialists and the candidate 
generalists, The candidate specialist will 
appear before the Board of Review in hia 
office (Appendix I), which will determine 
whether or not he is to be considered a 
Specialist. The Board, with @ representa- 
tive of the Office of Training, will lay 

out a course of study and/or rotation. 


The smaller group of candidate generalis ta 
will appear before a Board of Examination and 
Review (Appendix I, Section A), composed of 
the Director of Central Intelligence or his 
representative, the Direstor of Training or 
his representative, the Assiatant Director 
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of the office involved or his representa- 
tive, the Director of Personnel or his 
representative, and other appropriate 
persons, The board, through interviews, and 
any other means it wishes to employ, will 
make a final judgment that the candidate 

is or is not to be considered a generalist. 


C. The successive steps of appraisal, evaluation and 
interview will reveal the two groups with which 
the Career Corps Program is concerned: 


Dd. 


Lo 


The specialists and generalists are the Career 
Corps. Selection for the Career Corps does not 
mean immediate promotion, but greater opportunity. 


Specialists who are highly satisfactory in 
heir present position, whose desires and 
aptitudes indicate that they should stay Y ‘ 
in that sort of work, and whose potential 
justifies further training and promotion 


Some of this group may become Assistant he BAUM 
Directors, but they will remain in their : 

original offices. our 
Generalists who are highly satisfactory in 9(p 


eir present positions, but whose aptitudes 
and interests justify extensive training ard , ia 2d UO 
rotation throughout and outside the Agency, 
to prepare them for Agency-wide jobs; and 
other positions of great responsibility. 
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VI. TRAINING OF CAREER CORPS SPECIALISTS 


The purpese of career training for specialists (V, 
C, kh) is to improve their efficiency and range in the 
offices in which they work and to which they will return. 
Assistant Directors may rest assured that personnel 
released for training as specialists will return to their 
office of origin, and that they will be at least partially 
replaced by other members of the Career Corps rotated 
into their office from other offices, or by professional 
trainees. The proposed training slots in the offices will 
be used to facilitate rotation (Appendix H). Since som 
specialists will become Assistant Directors, a broad 
variety of training will be made available. Programs will 
be tailored to individual needs. 


The training may be designed to impart new skills 
and knowledge, to refresh and improve existing skills and 
knowledge, or simply to get the individual out of a rut 
by a change of environment and concentration. The ‘ 
last will be of particular value to analysts, scientists 
and librarians, who are likely to fall into habits and 
attitudes of mind that are not necessarily the most pro~- 
ductive, Training for specialists will be arranged 
individually, after consultation and agreement with the 
Assistant Director and his Board of Review (Appendix ) 
Section A). 


Some of these objectives may be accomplished by 
training courses already existing or to be established 
within the Agency. Others may best be achieved in 
universities, industries or other government agencies, 
or by travel. (A sample plan of rotation and training 
is discussed in Appendix K.) 


A, The advanced intelligence course will be of 
value to nearly all in this grou » particularly 
the less experienced (Appendix D. 


B. The simplest problem is the acquisition of a 
language. «hen there is considerable demand for 
a language, instruction can be handled most 
economically by arranging with an institute or 
university to set. up the required language 
training for the group. Language training will 


= bh fat 
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be set up within the Agency for those whe 

cannot be trained outside because of the 

demands of their duties here, or because of 
security, or those who have a language skill 

that can be improved by part time work. In 

the case of languages for which there is scattered 
demand, instruction can best be arranged through 
outside institutions, preferably local, en an 
individual basis. 


The best way to study a language is full time, 
with complete leave of absence from other duties. 
Compromises may be made, but only at the cost 
of efficiency and speed (Appendix M) . 


Somewhat more complicated is the problem of area 
study. Two elementary area programs should be 
established, preferably in local educational 
institutions, or within the Agency; one on the 
European orbit of the USSR, and one on China and 
the Far Eust. For mors advanced study, and for 
Study of other areas, specialists must be sent 
to academic institutions. Existing resources 
are being studied, with the help of the Social 
Seience Research Council, In a very few 2ases , 
such study may be accomplished in a summer 
Session, but in most instances, an academic year 
or even two will be required (Appendix P). 


The Office of Scientific Intelligence has a 
particular need for a program on Soviet Science , 
combined with arce study, and the effect of 
science and technology on international relations. 
This question is being studied. The purpose may 
be accomplished in or cut of tha Agency. Such 

&@ program should also be useful to the Office 

of Research and Reports (Appendix P) . 


A course on economic intelligence, and its use 
in support of economic warfare and operations 
will be developsd. 


Scientists, economists, and other specialists 

will be sent to universities, either as students 
or as research associates, to increase their 
Substantive knowledge, or to carry out reeearch, 
or simply for professicnal refreshing (Appendix P) . 
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G. In many cases training in an industry, foundation 
or laboratory will be more useful to scientists, 
economists, and other specialists than university 
training (Appendix P). 


KR. In some cases, travel and study in an appropriate 
and feasible area will be the most desirabie 
program, whether for training or refreshing. 
This might sometimes be accomplished through 
rotation in one of the operational offices or 
through the Foreign Service (Appendix kK). 


I, Rotation within the Agency, through use of train: 
ing slots in the offices, will be desirable in 
cases where the work of an individual is or will 
be closely connected with that of another office, 
but in all cases the purpose of such training 
will be to make the specialist more competent 
in his own office, to which he will return 
(Appendix K) G ; 


J. with the cooperation of Office of Scientific 
Intelligence, short courses in the present 
knowledge and capacities of Soviet scientists 
in the various fields, and of the present and 
potential capacities of Soviet weapons should 
be established, not only to increase knowledge, 
but to overcome some of the superficial con- 
tempt for Soviet science that is current. 
These courses should be open to personnel from 
other intelligence agencies. 
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VII, TRAINING OF CAREER CORPS OENERALISTS 


Generalists (V, C, 2) are those very rare individuals 
who have the capacity to bring together many aspects 2nd 
branches of the intelligence problem and organization, 
and wish to do so. Their need is not for specialized 
training, but for increasing areas of responsibility 
and experienee on the one hand, and for rotational ex- 
perience within the Agency, as well as in other intelli- 
gence agencies and other governmental agencies which 
have mutual intelligence needs. 


Whereas the purpose of Specialist Career Training 
to produce better specialists, there is considerable 


doubt that any particular effort should be made to improve 4 

the special skills of the generalists, excepting to I ol Career 

broaden their language ability, increase their first hand ; 

knowledge of important foreign sreas, and to give than Creeutiry 

enough experience in the various offices of the Agency 

and other intelligence agencies so that they can under- 

stind their products, and know their limitations and Develop smut 

napaci ties. [ 
Cour 


Therefore, while a high vercentage of this group 
wiil have benefited as specialiste from the sort of 
training described in VI, before they have been idsntified 
aS generalists, an entirely naw emphegsis must. subsequently 
be placed on their career devadopment/ The purpose of 
their training is to produce Tirectd¥s of Central Intel- 
ligence, Deputy Directors of Central Intelligence, 

_ Assistant Directors, and Deputy Assistant Directors, 
Assistants to the Director, members of the National 
Sstimates Board and other key people. (A sample plen of 
rotation and training is presented in Appendix N.) 


A. On the academic side, the first need is for a 

, national intelligence course, not only for 
this group, but for the personnel of other 
intelligences agencies (Appendix R). 


B, Generalists should bs rotated throughout the 
Agency, by means of training siects. 


GC. They should also attend the National dar College, 


Naval war vollege, Incustriel Celleze of ths 
Armed Forces, participate as members of the Staff 
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of, or attend the General Staff and Intelligence 
Schools of the Armed Forces and the advanced 
Foreign Service Officer's Course at the Foreign 
Service Institute of the State Department. 


D. During, before or after the period of rotation 
within the Agency, generalists should serve 
long enough (at least one or two years) in 
one or more of the intelligence or operational 
agencies of National Security Council Staff, 
State, Navy, Army, or Air Force to understand 
their methods and objectives. 


EH. Time should be given the generalist for study 
of foreign intelligence systems, both friendly 
and unfriendly. Materials in the possession 
of the Agency will be made available through 
the Office of Training. 


At the end of the period, the generalist should be 
ready for positions of great responsibility on the level 
of Deputy Assistant Director and Assistant Director, and 
after experience on that level, to serve on the immediate 
staff of the Director or Deputy Director, and finally for 
Deputy Director of Central Intelligence and Mrector of 
Central Intelligence, 


‘Note: Jobs in the Agency fall into four categories: 
technical, administrative, overt analytical and research, 
an¢ covert operations and collection. Specialists 

should be rotated within one of these groups, but not 

among them. The above has been written on the assumption 
that it is possible to find generalists capable of under-~ 
standing each office, though not necessarily of specializing 
in its work.) 
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APPENDIX A 


SPECIFIC CRITERIA FOR INITIAL SELECTION 
LTE SEE NEE TANSEY ERE PERLIGD SIN OST EASY 
(Figures based on Agency needs and on information 
supplied by Assistant Directors.) 
Out of any group of 100 trainees, thers should be about: 
38 College graduates with fields of con= 
centration that bear some relationship 
to reality. Of these: 


2h should be potential operators 
hk should have unusual language training 


A few should be administrators. 


wth (INK 
5 Engineers, with some expertence in production Jah Pi aa 
7 L1,B.°s, preferably with undergraduate majors dated a 
in Social Sciences, Area Studies, or Inter. : 
national Relations, A few should be adninis- L9LY 
trators. ‘ 


50 PhoD.'s or graduate students who have not 
completed the Ph.D., but have progresse? far 
enough so that they have actual research 
training and experience, Of these: 


4 in Political Science, Sociology, History - 
or International Relations : 

7 in Economies 

12 in Area Studies 

3 in Modern Languages 

5 in Physical and Biological Sciences 

19 in these or other fields, provided they 
have strong contemporary internsts, and 
are interested in concrete questions 


In view of existing shortages, the numbers of 
economists, scientists, and area specialists recruited 
for the coming year should exceed these figures. 
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Pages 22 thru 30: 
Sound enough in concept but impracticable in terms of man-power 
and money. 
But we're etill dcing in 1964 what is feasible of the 1951 
recomnendat ions . 
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APPENDIX C 


TESTING AND ASSESSMENT OF APPLICANTS 


Ae Field Testin P ram 


Io Assumption 


The Professional Trainse Program is sufficiently 

publicized by the Central Intelligence Agency 

among colleges and universities so that there are 
at least two thousand excellent prospects each 
year. Some of the applicants would be recommended 
by college contacts, contacts in the Armed Forces, 
and Personnel Procurement. Others would apply 

on their om initiative. ‘ 


Personnel Frocurament authorities in CIA 
review personal history forms, medical questione 
naires, security check sheets, and other appli- 
cation forms and weed out persons who could not 
pass CIA employment standards, If possible, at 
least one th 
testing 


II... Testing Procedure 


. has well-trained 
@ pisce Foughout the 


country, especialiy in cities having higher edu- 


cational institutions. Such teating centers have 
been i ae ea 
because of the acess y to 
students throughout the country. A few da 

would send testing kite to the 
oxen 


ners, one kit for each applicant to be 
tested. Applicants would report to these testing 
centers for a one-day objective testing program. 
The testing programs would ba held three times each 
year, possibly February, May and October. Only as 
many testing kits would be opened a thers were 


Spplicants to be tested, Unused testing kits would 
iicaeee MRM 


Oe ae 
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ow’ the envelope 3 ic : used 25X4 
testing kits. would 
score ali test uais In respect te 


each tasty compile distributions, nerms, and other 
statistical data for that particular testing 
program; contrast these stetistics with norms . 
. from previous CIA testing programs, and on the 
: bas eria devised eer 25X1 
25X11 ele the Office raining, . 
P asterisk those applicants who were sufficiently 
outstanding to warrant assesement., The tnformea- 
ion o: fc : ah would be summarized 
and sent to the 
e ithin two weeks so that the 
Assessment Team could get to work assessing the | 
more outstanding applicants first. Applicants 
who did not meet the aria f rofass 
trainees Testa 25X11 
Por 


would be rsvrewecoy-rersonret PY 
t in other slots in the Agency. 


possible assignmen 


For the most part the 25X1 
25X1 L preeran would cont Wactype 
tow xaminations,. The final battery will need te 


be worked out in detail later, but the tests anc 
questionnaires outlined below would constitute 
the core of this program, Applicants will be 
required to devote the whole day to the testing. 


25X1 


i "i (5 


Lo Briefing by the examiner re testing procedures 
_ @nd program for the day, and the signing of 
& secrecy agreement re teste and procedures. 


2. The applicants fil] out: 


A Biographical Questionnaire which would 
have questions re college degrees, academia 
honors received, class standing, leadership 
in non-acadamic college pursuits, willingness 
to serve overseas, Biographic information 
is often relevant to job placement; such forms 
are at. essential part of all intensive paycho- 
logical examinations given in the military 
services. ; 


3c A 30ominute Test of Mental Speed calibrated for 
such highly qualified applicants. 
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A 30-minute power Test of Logical Reasoning. 
A 30 minute Current and dorid Affairs Test., 
A 20-minute power Test of Verbal Intel tizence. 


A 30-L5 minute Vocational Interest Inventory, 
for the purpose of determining which voca= 
tional interests are strongest for Agency 
placement. 


A 2-hour subject matter test covering physical, 
biological and social sciences. This sxamina- 
tion would include the standard subjects. A 
complete s#etion would be devoted te testing 
Fundamentals of good report writing such as 
English usage, spslling, punctuation and 
capitalization, and reading comprehension. 


A LSeminute Tewperament.Personality Inventory, 
for the purpose of sersening out possible 
psychopathics and extrema neurotice. 


A 30°h5 minute written Interview Guest{onnsire, 
which is a projective psychological technique 
designed to roveal attitudes, interusts, 

and motivations related to CIA activities. 


ive, would be scored by 
and the statistics #sculd 


be @ent to Orfice of Training. In ey ea 
r each applicant. Test No. 2 


o fg 
and 10 would be sent to the Offices of Training for 
weading and interpretation, although for test No, 2 
acoring keys would ultimetelly te developed to simpld ty 
interpretation for some of the variables important 
in the Biographie questionnaire.. 


The tests and questionnaires enumerated as 
alemente in the test batlery are ai crasent evailable 


either in CIA or from publishing houses and universities 


which sell psychological tests. For the first yaar 

we Shell have te drew from these sources but as the 

program continues year after year, 1% #111 be highly 
ny 


desirable fer ¢ 


nese 
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Psychological Staff of the Office of Training devise 
tests and questionnaires specifically designed for CIA 
needs. In certain tests, only revisions and some 
additional standardization and validation are needed, 
since considerable CIA work has already been put 

into them; for example, Nos. 2, lh, 5 and 6, and 10, 
However, it is desirable to develop completely new 
forms for Nos. 3, 7, and possibly 9. Noo 8 will 
require a certain amount of research, but not too 


much time should be required w CIA 
fora since to preeminent 
- in this fietas 


Not only is it desirable to have these tests and 
questionnaires developed specifically for CIA, but 
also we should have alternate-equivalent forms for each 


_ test and questionnaire for use in localities where 


it appears that the items and questions in the test 
have become toc well-known. Such alternate-equivalent 
forms are especially desirable since in some places . 
three testing sessions may be held during one year, 
which will make it possible for some of the early 
applicants to pass on clues and information to sub-— 
sequent applicants. In such places the alternate- 
equivalent form would be substituted for the original. 
Both the original and the alternate~equivalent forms 
would be revised each year, Some of the tests would 
not need very much revision, such as Logical Reasoning, 
Mental Speed and Verbal Intelligence, but others such 
as Current and world Affairs would have to be brought 
up to date. Priority would be given to the revision 
of those tests in which items become stale or in which 
cribbing is easy. ; 


It is not contemplated Oe eel 
will find any great dif{Iculty in setting up 
an orderly and e ficient schedule of testing programs 
throughout the country three times each year. Per- 
hays during the first year there will be a slight 
amount of confusion, but durin: the following years 


the testing programs should prove of no great dif- 
ficulty, especially if there is someone in the Office 


of Traini: Signated to coordinate 
ctivities. Their big job w 
D se, standardize, and validate tests, 


questionnaires and techniques related to the objective 
testing program, They will need to expend considerable 


5G = 
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effort in this direction during the first two years. 
After this, they will have to devote substantial 
numbers of research hourg each year to keeping the 
tests, questionnaires and techniques up to date by 
incorporating research findings in the battery. If 
the job ie properly done, more or lees as outlined, 
CIA will have a more comprehensive and objective 
battery of tests than is being used by the Foreign 
Service or any of the military services, In terme 
of economy, it would mean that the Assessment Team 
would not waste their more expensive man-hours in - 
asgessing those who are unqualified for CIA, 


B, Assessment Prior to Final Selection ; 


During World War II the British developed, through 
the War Office Selection Boards, a new type of scien- © 
tific personnel selection mown as assessment. In : 
the War Office Seleetion Boards the person being : 
asgessed was askad to carry out a variety of practica: 
problems in real-life situations. He was obsasrved 
and tested by military officers, psychologists, 
psychiatrists and toe commanding officer of the 
Selection<Assessmant School. Frior to the estab~ 
Vishment of the British Selection<Assessment School, 
five out of ten persons failed successfully to 
complete training schools in Scotland, even though 
these prospective intelligence officers had been 
presumably well~screaned by their recruiters, 

After the eaztablishment of the Selection-Assesament 
School, through which students were required to go 
before entering training, only one student out of 
ten failed to complete the course successfully. 


I. Purpose and Principles 


it is planned to use a modified and limited | 
set-up in the Office of Training to assezs : 
applicants for ixportant psychological qualities | 
which cannot be tapped by means of paper-ande 
pencil cbhjective-type tests, The testing program 
will be used to measure the applicant's mental 
and intellectual fitness for research; the assess« 
ment will raveel his psychological Mitnese for 
executive and operational posts.. The assessment 
procedures will attempt to measure characteris- 
tics of the applicant such asy 


OG: 
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His ability to d-vise solutions to difficult 
practical problems; e.g., "what measures should 
be taken to nullify communism and increase the 
aceeptance of democracy by peoples thr oghout 
the world?" 


His ability to take the lead, the initiative , 
in situations where no leader is designated. 


His ability to carry out his leadership 
responsibilities when he is assigned the task 
of being a leader in a specif{e si uation; 
his ability to persuade and inspire others. 


His degree of frustration tolerances his 
ability to work under stress and tension.. 


His effectiveness and capacity to work ae & 
cooperative member of a team: his sense of 
discipline. 


His insight into his motivations and those 
of others; his acceptance of criticism and 
his degree of objectivity in analyzing his 
mistakes. 


His attitudes toward military and civilian 
personnel in this country; and his attitude 
toward natives of other countries. 


His attitudes toward important problemas of 
national security. 


His ability to think and speak on his feet. 


His energy, drive, teal and motivation for 
CIA work. 


His ability to organize his thoughts on psper. 
Can he write clear, concise, well-organized 
reports? 


These and many other characteristics, which 


will be observed in the assessment process, are 
important in the training and placement of a 
person in this Agency., 


23° 
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This was implemented later in 1951, as you know. 
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ARRANGEMENTS WITH ARMED FORCES FOR TRAINING OF PROFESSIONAL | 
+ SEE PATE CRT PT TY BOPP GE I "RA WEES OO ee ‘ 


' ‘This Appendix will be written when negotiations 
with the Department of Defense are successfully 
completed. 


SECRET - {Appendix D) 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


Skip this. 


pproved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


Approved For Release 2003/0 2¢4:4641A-RDP93-00791R000100100001-9 


APPENDIX E 
LANGUAGE PROGRAM FOR TRAINEES . 


(Besause of the current needs of the Agency, the language 
presently taught is Russian. The same methods can be used 
for other languages. ) 


Ao Organization 
Number of students in each groupe+-~--s—-e~-em= 2023) 
Length of Course-—svessecseseceoccsrenenscomes 12 wks 
Hours<-cocmac en ecenercccnremmcwrenae 20 hourg per waeks 


B AoMe @ 12 Noon 
Monday through Friday 


B, Program of instruction 


(1) Descriptive grammar and theoryeene<-<-=2c22 2 hours weekly 
(2) hours) 


(2) Group drill = phonology, spoken Language, 
reading OP1L 11g ore me einem inane rerun orn wienarenennmpermres 8 hours deekly 
{96 hours) 
(3) Individual laboratory drill for spoken 


and written languagessesrwsecocsoeemonm=e= 10 hovre weekly 
{120 hours) 


Co Objective 


(1) Foundation for proficiency in use of spoken and 
written language, 


(2) Basic knowledge of phonology, structure, and grammar, 


2 32 = 
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(3) Active non=cognate vocabulary for everyday Life 
situations = approximately 00 words, 


(4) Passive recognition knowledge of cognate vocabulary < 
newspaper level, 700 words. 


(5) Essential verbs and declension forns, 


2, Objectives 


At the end of this period, the average student should 
be able to use the spoken language with reasonahle fluency, 
and with oral accuracy so that he can be readily understocd, 
His oral skill will be limited to everyday life situations, 
with a spontaneous active vocabulary of some 00 words, His 
suditory recognition skill should be much broader, covering 
possibly 750 words. 


After this foundation course, selected students should 
be directed to contime their language training at the rata 
of five weekly hours of laboratory drill in the CIA Language 
School Laboratory to increase their skill in the use of the 
spoken and written language, One additional hour per week 
should be provided for remedial and corrective linguistic 
analysis. If this ineservice internal training program is 
continued at the rate indicated for about 18 months, the 
etudent should have a good active command of the languages. 


Through consultation with the severe] offices, ine 
service training ean be focused on the acquisition of 
specialized terminolisgy in various technical fields. 
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THE BASIC TRAINING PROGRAM OF THE CIA INTELLIGENCE SCHOOL 


A. Discussion 
The Basic training of this school is designed to give 
the traines the knowledge and skilis basic to intel- 
ligence. The program will remain flexible, so that ~ 
it may be tailored to suit the needs of each new 
group. The early courses cannot. tum out finished In- 


telligence Officers, but the graduates will enter 
their jobs better prepared than heretofore. 


B, Program 
The program will consist of: 


(1) Necessary lectures on orientation, mission 
and security. 


(2) Structure of U. 5. Government and CIA's role 
therein. 


(3) Missions of Intelligence Advisory Committee 
Agencies. 


(Lh) Organization of CIA. 


(5) Leetures o1 the World Situation, Foreign 
Policy, the Soviet Government, History, eto 


(6) Methods employed in intelligence. 
The tentative twelve week program will be interspersed 


with problems and training films, and seleetions for 
readings in foreign languages. 


tort Bn = 
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APPENDIX G 
EVALUATION OF PROFESSIONAL TRAINEES DURING TRAINING 


Each trainee will be subjected to a running evalua- 
tion during Basie Training in order to systematize, verify 
and extend the knowledge of his aptitudes obtained by 
testing and assessment prior to his employment (Appendix 
C), and to determine his potential so that he may best 
bs trained and placed, within six months after s trainee ~ 
has been placed, his supervisor will be asked to evaluate 
hims 

4. Evaluation During Training 

The Evaluation Psychologist, the Chief Instructor, 
and the Instructors will periodically rate each student. 
in terms of performance in courses, personality, and 
ranking in comparison with other students, in order 

to determine his outstanding strengths and seaknesses. 


The following rating system will be used: 


Ratings Definitions of Ratings Percentile 


Superior : An extremely outstanding performance 98-109 


Excellent 


An outstanding performance, definite~ 
ly above average 85.97 


Satisfactory: Requirements met without distinetion 50-Bh 


- Mediocre + Minimum requirements barely met 16-49 
Poor : A deficient performance. Definitely 
below average 3-15 
Failure 3 An extremely deficient performance 0-2 


Note: The derivation of the ratings from the normal distri - 
bution curve does not imply that the students would be marked 
“on the curve” == which is an arbitrary statistical inter- 
pretation of human variability. ‘The studants will be reted 


ox. 35 easy 
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in terms of their ability to hold career jobs in the Agency. 
In some classes it is conceivable that all students wil 
qualify. It would be spurious, therefore, to fail some 

of them merely to conform to the iniquitous practice of 
marking on the curve., 


Students rated low will be carefully studied to determins 
whether they can be improved, or should be dismissed. 


A final evaluation will be sent to the Director of 
Training, and will be used as one of the bases for initial 
placement. 


B. Evaluation after Initial Placement 


Supervisors of trainees will be asked to evaluate - 
them from four to six months after initial placement. 
{The evaluations will be studied by the staffs of the 
Office of Training and Personnel, and by the Assistant 
Director, as a check on selection, training and 
placement. Trainees who present a problem at this 
stage will be carefully studied, to determine whether 
they should be placed in another position, or dismissed. 


If a trainee undergoes an important change of 
position in his first two years in the Agency, a 


similar evaluation will be made from four to six 
months after the change. 


2 % 
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y 
Pages 3& to 51: 
This may not be as applicable in 1964 as it was in 1951. But 
we'd at least have an Agency Career Management Program today 
if we'd given the 19°1 proposal a trial. 
am 
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IDENTIFICATION OF CAREER CORPS: CAREER MANAGEMENT PROGRAM 


In this study of career or management. davelopment thers 
ds carried forward the conception of a limited and elite group 
implied in General Smith's letter to The Honerable John McCloy, 
17 March 1951. Its procedures and techniques are directed to 
the identification of the Career Corps. ‘The ticket of admission 
to the group is demonstrated ability on the job, The following 
are proposed: : 


Ll. The formation of a Board of Examination and Review 
at the Director=Deputy Director level of the Agency 
and Boards of Review at the Office level. (Seotien Aj 


2. Annual appraisal of employees by their supervisors 
and/or associates (Section B) to take place against 
developing job«performance requirements (Section ©).. 


3- Restriction to non-clerical personnel in the GS 9-13 
Level inclusive, is@s5 the most likely career group. 
The raticnale for this position is set forth in 
Section DL. 


4. Emphasis away from rating (the Civil Service concept) 
and directed toward what the employee can do and what. 
may be done to improve and prepare him or her for 
higher ‘level service. 


5. The first step objective is to train and ground super= 
visars in appraisal technique; the second step objective 
is to identify pools or inventory of "Potential" (sea 
Section E for discussion of possible application of 
the duPont Company "skinmer chart" technique); with 
the final objective, a joberotation program (Section 
C,2) for identified potential as and when the tight 
manpower condition can be relieved 


Given the manpower shorteze of today, 1% is felt that this 
Agency can i111 afford either inadvertently, or more important 
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through Jack of training, to overlook the "potential" now on 
board. In addition the progran should benefit morale, aid 
recruitment, and sharpeneup the application of training facili= 
ties (Section F). 


This study has grown out of the consideration of some ten or 
twelve comparable industrial plans, those of Air Foree and Navy: 
end a review of certain "status and efficiency" and other re 
ports in being or contemplated in the Agency (Section GC). 


It is recommended that the program be adminietered by « 
Carser Development Staff, and that a man, axperienced in this 
field, be brought in and supported by an adequate staff. 


The tie-in of this program to the Professional Traines 
Program and to Personnel IBM care system is sat forth in 
Sections H and I. 


A.  Board(s) of Examination and Review, and of Review 


A first requirement for success of the program is active 
top echelon support. This requires that the Front Office and 
tue Assistant Directors on whose Offices the program impinges 
anderstand the objectives oi: the program and give it their 
backing ry 


ee 


With this backing forthcoming, it is proposed that a Hoard 
of Examination and Review be formed at the Director-Deputy 
Direstor level of the Agency. This top-level Committee would 
3it annually. The function of the Board is sat forth in Section 
Yo By 3 of the Discussion. 


Below this Board gach Office will have its Board of Review. 
-(ts Cheirman could be the Deputy Assistant Director; The Train~ 
‘ing Liaison Officer of each Office could be Secretary. These 
‘oards #111 sit as need arises, 


The function of these boards, working with the Career Develop- 
nent Staff is: 


1. Develop broad requirements for effective performance 
at those levels of administrative, professional end 
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technical competence contemplated in the proposed 
program. The objectives a more complete under= 
standing of the fundamentals which make for superior 
performance in each category and at each level of 
effort. 


2c Measure the individual against the job requirements 
of the level in which he operates and at the next 


higher level. 


3. In cooperation with the Office of Training, acting 
‘through the Training Liaison Officer, develop ime 
proved training procedures and applications. 


kh. In cooperation with the Offices of Training and Per-— 
sonnel, to plan logical Divisional, Intra-Office and 
Inter-Office rotational circuits and promotions. 


It is believed that the effect of the proposed board structure 


would be to stimulate recognition and development of ability. 


Bo 


Appraisal 
1. Appraisal and Proposed Application 


The proposed procedure and technique of periodic 
appraisal of an employee by his supervisor is deemed 
primarily a managerial tool to be line administered. 
It follows, then, that the method should bes 


a- Geared to and reflect the peculiar problems 
of the Agency and its individual Offices; 
and 

bo Decentralized. i.e-, the supervisor limited 


to an appraisal of those he knows or haa 
contact with personally. 


20 Appraisal Techniques 


The purpose of varying appraisal techniques is identical: 
to foree the supervisor to think in an orderly fashion 


2 hO = 
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about the people under him, to the end that the 
appraisals may be meaningful. 


In technical jargon the appraigal mst be valid, 
i.e@o, an accurate measure of the abilities it is 
supposed to measure, and reliable, i.g., measure 

the same ability consistently. Actually appraisals 
are likely to be inaccurate, stereotyped and exhibit 
"halo effect", i.eo., a favorable appraisal stemming 
from personal predilection rather than from objective 
analysie. 


In an effort to reach objectivity two techniques are . 
currently developing, the Appley technique and the 
"forced choice" technique. 


The Appley technique is employed in the Detroit Edisen 
Plan. Here, some four supervisors who know the indi= 
vidual and his work sit as a panel, with a represeritativa 
of management development staff sitting=in as coach 

and moderator, . 


In the foreed choice technique the supervisor is forced 
to choose between two or more statements as most or 
least descriptive of the individual. Rating as to 
determinate traite or characteristics is then derived 
by statistically weighting the responses to the many 
alternates. The end product is, theoretically, an 
accurate and valid appraisal in which “halo effect" 

and other aberrations are eliminated. 


This technique, unfortunately, has the disadvantage 
common to all codes (it employs a code in the form 

of a statistical weighting), i.e., it loses its 
effectiveness when the code is broken. In practice 

this happens. Supervisors sconer or later become 

aware of "pay~off" alternates and are guided accordingly. 


For these reasons the forced choice technique is re= 
jected here, as is the panel or Appley technique, 


largely because it would appear that the staff work 
required would be prohibitive. 
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Appraisal, Fort 


The ultimate arpraisal or evaluation form to be used 
in the Offices will be worked out by the Chief of the 
Career Development Staff supported by canpetent 
technical help and in cooperation with the Offices, 
workins through the Training Liaison Officer, who as 
suggesatec above, would be a member of the Board of 
Review of the O!fica in question, 


There is attached herewith, however, a proposed form. 
The thinking behind it is based on the thesis that 
validity, reliability, and lack of "halo effect" can 
best be achieved by tying the appraisal closely to 
specific job requirements both at primary and advanceil 
ievels of competence; a practice which has found ex= 
pression at primary levels in practice in the covert 
offices (Form 51=63, Status and Efficiency Reports). 


The form iteeif is the bast exposition of the general. 
technique propowed, The form is to be regarded as a 
prototype of meneral methodg it is to be expected 
that the form, in its detail, will be modified and 
refined in practice. 


The form has been geared to current Navy procedures 
of rating the individual, not as excellent, average, 
etc., but as adjudged in the first 10%, next 20%, 
middle LOZ et«., canpared “with all others of the 
same" prade and job family “whose professional abili-~ 
ties are known to you personally." It is felt that 
this technique again contributes to the objectivity 
of the appraisal. 


Another feature of the proposed form is that rating 
the individual (in the middle 0% etc.) acta as a 
coordinate point on a scale. It is believed that 
this technique has certain advantages: 


a The employee's performance and sotentiality show 
up Visually as a profile. 
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bo <A current appraisal can be compared with a prior 
appraisal by tracing the prior profile and super= 
imposing it on the current profile. 


As the profile is placed on a scale which is virtually 
1% to 100%, it is possible that an aggregate of scale 
points can be arrived at. This ageregate of points 
might be used as a "bonus" factor which might make 
possible the application of the skimmer technique 

(See Section 5.) 


(Note: The question might properly be raised: Why has not one 
of the more orthodox Executive Development appraisal forms been 
adopted. The reasons are two:(a) the more objective the job 
criteria the sounder the appraisals and (b) it is felt that the 
usual forms lack validity in life, i.e., they portray the myth 
of the successful man as conceived by men of success, } 


ho Appraisal of Enployeas 


It is proposed that the appraisal of any employee be 
based on the joint opinion of at least two men who know 
the man and hie work, Where this proves impractical, 

it is suggested that the individual be asked to appraise 
himself on the identical blank form. The supervisor 
may then compare the appraisal with his own. Any 
variants would be adjusted in a subsequent discussion 
with the employee (see 5 below). 


The single appraiser, i.e.. the immediate supervisor 
(as proposed in id a is not believed 
to be in the intere ency morale, Regardless 
of the fairness and objectivity of the supervisor, 
the employee derives far more confidence if more than 
one individual site in judgment on him, 


5. Discussion of the Appraisal with 4nployee 


The appraisal should be discussed with the employee. 
Thus the individual is given a chances to express his 


ee ~ 
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interest in advancement and to give his opinion of 
his om trai needs. In this discussion, however, 
no promises should be made to any individual or 
participant in the program. 


This discussion and interplay between supervisor and 
subordinate helps bring out the individual’s good 
qualities and his training needs, and thus enables a 
supervisor to discharge his primary responsibility, 
o@o, that of developing people entrusted to his 
care. As experiente tends to confirm the observation 
that employes supervise as they have been supervised, 
this procedure should ultimately benefit the whole 
organization. 


Practically it is just at this point that the whole 


appraisal process can be slanted away from a rating 
individual 


concept and directed toward datermining what the 
Gan do and what training can do to rove the 
individual and prepare him for higher leve service. 


sae aoa dea ante 


& Time Elements in Appraisal 

Appraisal will take place annually. 
Job Performance Criteria and Rotati onal Circuits 
1. Job Families 


A primary requirement for success of the proposed 
program is to: 


a Establish at the primary (junior) level broad 
Job families that exhibit comparable perlformanes 
criteria, 


bo Develop specific criteria for effective performanse 


in each broad family at the primary level. and at 
suceseding levels of competence and responsibility 
within the Agency. 
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The objective here is a basic underatanding of the reel 
qualities that make for superior performance, Civil 
Service job descriptions are written primarily to 
justify certain GS levels, and are not always helpful. 


It is believed that a hopeful start has beer. made tower 
these requirements in the job families and job requiire= 
ments which find expression in the proposed appraisal 
form (Seetion B). It is anticipated that the Boards 

of Review (Section A) working with the Career Devalone 
ment Staff will be instrumental in further developing 
and refining these criteria. This growth will take 
place through: 


& Further study of the. education, experience and 
knowledge requirements in job families and for 
comparable jobs. 


be A statement from each member of a supervisory 
group of the requirements to perform his job 
effectively; and of what he requires in performance 
from other supervisors reporting to him. ; 


Answers to such studies, edited and sifted by the Boards 
of Review might well contribute to a more objective 
understanding of job performance criteria, 


It is, of course, far easier to call for meaningful 
eriteria than to produce them, particularly as one pre= 
eeads up the scale of competence. Yet appraisal in 

the absolute or in vacuo resulte in a lack of objectivity 
and induces a fuazy frame of reference in the appraiser, 


The development of specific and adequate criteria, then, 
ie vitally important to the success of this orogram. 


Rotational Circuits 


The defining of job families, as proposed above and in 
the suggested appraisal form (Section B), is a first 
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step in determining logical rotation circuits. Thus 

it appears illogical, at junior or even senior levels, 
to rotate to an an caleresearch job an individual 
appraised as basically an operational type. It is 

only at higher echelons of competence and responsibility 
that such rotation becomes feasible and fruitful, The 
device suggested in the appraisal form, in which rating 
on the basig of additive qualifications required for 
higher levels of competence, will, it is hoped, prove 

a useful tocl in determining fruitful rotations. 


Much further study will be required in this ffeld. Such 
study and the identification and fixing of sound job 

rotation circuits is a function of the Boards of Reviaw, 
the Career Development Staff, and the Office of Training. 


D. Application 


1. 


Discussion of Application in Depth 


This program should be restricted to the GS $=-13 level 
of noneclerical personnel, Again the thinking behind 
this proposal is that of restriction to a career group 
in line with General Smith’s conception. 


The rationale for the selection of the GS=9 level, as 
the lower limit in this program, follows. 


As one gees down the employee pyramid in a program of 
this kind, a law of diminishing return sets in. More 
and more appraisals are required but the chances of 
uncovering "potential" are not proportionately im- 
proved. What one is really doing is spending current 
funds (as a measure of effort) for a hoped-for future 
return. By restricting the program to the proposed 
group, the Agency is assured maximum return on effort 
expended, 


Many a program of this kind has been smothered to death 
by its own weight. The propesed application cuts down 


weight. Method in this technique is only refined by 
trial-and-error, The approach herein proposed means 
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that method can be refined at a relatively low cost. 
If and when feasible and desired the program can 
always be extended up or down the pyramid. 


2. Time Elements in Reaching Grader 


An analysis of the time elements involved in sverags 
personnel progression or rise within the Agency sh shows 
ths followings (These statistics are an educated guees 
by Personnel and must be substantiated by further 


analysis.) 

Zo Rise From Average Time Assume 
GS=5 to 7 & to 8 mos. 0.8 yrs. 
GS-7 to 9 12 to 18 mos. de? yrae 
GS-5 te 9 2.0 yreo 


The GS=9 level embraces Journeyman Intelligence Officers, 
Research Analysts and other comparable professional 
persome], All operative supervisors and administrative 
officers are above this level. While many trainses 

for professional jobs are brought into the Agency at GSS, 
the rise to GSe7 is rapids; some 6 or 8 months on an average. 


This program is built around two theses (a) that the 
price of admission into the Career Development. Progran. 
should be on-the-job survival ability, and (b) that 

the program is directed toward the really able. The 
period of 1.2 years for the GS=7 inductee and 2 years © 
for the GS<-5 inductee appears a reasonable time element 
for any individual of career potential to reach the 
pick-up point, Lo@e, Go=9, (it is proposed that the 
Professional Trainee will enter the organization and, 
after initial training, be forced to demonstrate by 
on-the-job performance an ability to survive and ade 
vance for a two-year period), Theoretically, therefore 


a 
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the proposed "in depth" application of this program 
is ethically justifiable. 


30 Number of Employees Involved 


Based on Personnel figures (somewhat tentative at 
ime) it is estimated that there are approximately 
employees in the GS 9-13 level. There ara 

approximately axcluded 
from all these figures). Hence the Career Development 
Program contemplates embracing approximately 30% of 
Agency personnel. As a check point, based on comparable 
personnel, industrial companies tend to cover some 

20% of their employees in comparable programs. 


"Skimmer Chart" Theory 


Thé duPont Company "skimmer chart" technique is really an 
adaptation of the age-inegrade idea of the services slanted 
toward a constructive purpose rather than toward a negative 
one (elimination). 


In the duPont technique, all employees who receive an annual 
compensation (including bonus) in excess of a predetermined 
amount are for each age arrayed in a descending order of compene 
sation. These arrays permit the identification of a compensation 
point at each age that selects or "skims" a specified percentage 
of the arrayed employees; say 30% of those arrayed at age 30, ete. 
Specified percentages are decreased as age increases. 


There results a scatter diagram of "selection points" from 
which is derived a "Selection Line" by visual or mathematical 
processes. This is a total company line (it is based on ali 
employees above a predetermined level). The company selection 
line is used on the departmental charts. This makes it possible 
to judge departmental experience against the background of total 
company experience. 


In this technique all individuals above the selection ‘line 


are "potential" for higher responsibilities and advancement. They 
are the dePont Company's career corps. 


o 4B 
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Possible Adaptation to CIA 


A characteristic of industry is (1) a rapidly rising 
salary scale (2) little tendency for salaries to cluster at a 
given dollar level, and (3) salary scale which is made to rise 
even more rapidly by corporate bonus systems. Government 
employment is just the opposite, The salary scale is sreatly 
compressed; there are clusters .t each GS levels and the age 
groupings appear much less defined. 


Given these difficulties, the primary question is whether 
the technique exhibits validity when applied to CIA personnel. 


To test this, a pilot plant rum was made on[ _|names, 
GS 9 through GS lj. Any individual was deemed "potential" and 
marked for examination on the following bagia: at GS 9 if 
26 year old or under; at GS 11 if 28 years or under; at GS 12 
if 31 years and under; at GS 13 if 33 ye. d under; at GS 1) 
if 37 years and under. This resulted in ames (had 
application of the duPont Company's decreasing skimmer per= 
centage been made there would have been[ names). 


These names were then shown to a senior executive with 
broad experience and contacts in the Agency. This officer's 
review indicated that this age=grade technique was a valid 
identification of potentiality. 


The primary obstacle to adapting the duPont technique in 
its entirety (i.e., skimming a designated top percentage at 
each are level to produce a Selection Line) lies in the clusters 
of personnel at each GS level. Possibly this difficulty could 
be met by the introduction of a "boms factor", stemmin: from 
the proposed year-end appraisal, The effect would be to break 


up the personnel clusters and make possible the skimmer technique. 


An adaptation of the skimmer chart technique to this Agency 
would give the Director of Central Intelligence, his Deputies 
and the Assistant Directors a most useful administrative tool. 
It is recommended that further study be given to this technique 
and that, following the proposed year-end appraisals, an attempi, 
be made by the introduction of a valid "boms factor" or by 
other means, to adapt the technique to CIA career identification. 


L9 = 
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Fo Benefits of Program 


Three and possibly four methods are envisaged here by 
which to identify potential in ClAs (1) by tests and assessment. 
(2) by competitive examinations, (3) by avpraisal, and (h) 
by skimmer technique. In many of its phases the program begins 
with a sharpening-up, extension and more conscious application 
of things (size-up and thought of potential) which have been 
done in the past. ‘These benefits should flow: 


1. Ability on board is less likely to be overlooked or 
fail to reach ita "potential", end waste of talent 
will be reduced. Incompetence will be exposed. 


2. Agency morale should be improved, possibly siso reeruit~ 
ment. Men and women will lmow that if they can damoustrate 
ability on the job, they will be watched for promotion. 


Beyond these benefits is the important one of treining. vt 
of consideration of job requirements for broad levels of competence, 
there can be obtained a clear picture of what training can be 
expected to accomplish. If the training requirements of the 
Offices can be pin-pointed, with tailored programs mace possible 
for the individual or small groups who have similar needs, the 
ground-work is laid for the greatest usefulness of the Training 
office. 


However, a note of caution mst be sounded, One mst not 
lose sight of the fact that each of the techniques herein pro= 
posed is fallible and that all represent an art that if fluid 
and inexact at best. For this reason, reliance has bean placed 
on several methods, since, while one alone might fail, it is 
unlikely al] methods would faii- 


It is to be expected that this program will encounter many 
difficulties. They all do and thus they experience a high 
nortality. These difficulties and this possibility will not be 
absent in this Agency. Success, if won, will only stem from a 
high measure of high level support, together with extremely 
adequate and compstent staff work. 
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Go Review of Management. _Development lans in Industry and Elsewhere 


The Agency has not been unmindful of development procedures. 
There was high-level consideration of the problem some years ago. 
Introduction was opposed on the grounds of the lack of an IBM 
system (since corrected), and in addition it was thought that 
the manpower deficiency militated against application. 


Agency experience in the past has been studied, and the 
plans of some ten or twelve industrial companies 9 and of one 
consulting engineering firm for its professional staff; the 
Officers Fitness Report of the Navy, and the report of Officer 
Effectiveness of the Air Fores have been exami ned. 


Ho TieeIn to Professional Trainee Program 


The Professional Trainee Program is, in effect, a high-level 
"potential" recruitment program, coupled with a basic educationa’ 
or training effort to ground the individual in intellivence and 
area. lt is proposed that at the end of an initial course, the 
participant be assigned to one of the Offices, 


It has been the general experience of industry thet college 
recruits are accepted by the line organization if there is faith 
in mangement's ability to weed out poorer recruits, Urder the 
contemplated plan, trainees would be forced to demonstrate s 
survival. value and an ability to rise, in the usual manner and 
on the job, in order to be picked up at GS 9 level in the prox 
posed Career Development Program. This would appear ta meet 
effectively any criticism of "favoritiom" in the Professional 
Trainee Program. 


I. Tle-In to IBM Control 


The various "potentialities" of administrative, professional. 
and/or scientific personnel identified in the Career Development 
Programs pertinent data relating to significant educations area 
experience, the employee age and "age-performance" index, etc., 
can be easily carried on Persennel’s IBM records, In conjunction 
with the Offices, other pertinent data sould be developed in as 
mich detail as desired, Staff would work this out with the Boards 
of Review, 


a 
SECREP (Appendix I) 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


Pages 52 to 55: 


This is essentially what the Training Selection Board would 
like to do today. 
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I. 
SELECTION CRITERIA FOR 
PROFESSIONAL TRAINEE 


SUPERIOR IN: 


Intelligence 
Psychological 
characteristics 
Interests 
Performance 


COLLEGE AND 


GRADUATE SCHOOL 


ARMED FORCES 
SEPARATION 
CENTER 


INDUSTRY 


PROFESSIONS 
ETC. 


CIA 
CONTACT 


CIA 
CONTACT 


PERSONNEL 
PROCUREMENT 
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Ul. 
RECRUITMENT OF PROFESSIONAL 
TRAINEES BY 0/P AND O/TR 


SELECTION BY 
O/P, O/TR, AND 
TRAINING LIAISON 
OFFICERS 


APPLICATIONS 
SCREENED BY 
PERSONNEL 
PROCUREMENT 


CIA ASSESSMENT 
PSYCHOLOGICAL 


STAFF, O/TR 


SECRET 


i” MEN WHO HAVE NOT - 


- 1 SATISFIED THEIR MiL- ! 
ITARY OBLIGATION GO | 

| INTO ONE OF THE SER- I 
| VICES AT OUR DIREC- | 
cu. TION __J 


BASIC TRAINING BY O/TR 


OVERT TRAINING 
BASIC COURSE IN 
CIA INTELLIGENCE 
SCHOOL 


OPERATIONAL AND 
COVERT TRAINING 
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EVALUATION BY PSYCHO 


LOGICAL STAFF, O/TR 
AND INSTRUCTORS 


IV. 


INITIAL PLACEMENT BY 0/P, O/TR 
TRAINING LIAISON OFFICERS 


OVERT 
OFFICES 


COVERT 
OFFICES 


REGULAR 
SLOT 


TRAINING 
SLOT 


REGULAR 
SLOT 


TRAINING 


SLOT 


REGULAR 
SLOT 


ANOTHER 
OFFICE 


DISMISSED 


REGULAR 
SLOT 


ANOTHER 
OFFICE 
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V. VI AND Vil NOTE: THESE ARE POSSIBLE PROGRAMS OF TRAINING 
SELECTION OF CAREER CORPS : TRAINING AND ROTATION AND ROTATIONS. SINCE EVERY PROGRAM WILL 
BY CAREER MANAGEMENT STAFF OF GENERALISTS BY O/TR BE DESIGNED FOR THE INDIVIDUAL CONCERNED, 
o/P 4 AND 0/P AND SPECIALISTS THERE WILL OBVIOUSLY BE MANY VARIATIONS. 


BY O/TR, O/P, AND A/D’s 


25X11 


EXCELLENT 
APPRAISAL BY 
SUPERVISOR 


UNIVERSITY LEVEL 


BOARD OF NATIONAL NSC, OFFICE CIA SCHOOL 
EXAMINATIONS GENERALIST ROTATION O/NE OR ROTATION ae OF EXECUTIVE fmm} ROTATION NATIONAL AD, DDCI 
AND REVIEW IN CIA o/cl IN CIA COLL SECRETARY IN CIA INTELLIGENCE ocl 


TWO YEARS. 


FAVORABLE : 
ON THE JOB TESTING AND 
IN CIA EVALUATION 


CANDIDATE NOT 


APPRAISED EX- CIA INTELLI- 


CIA SCHOOL 


RETURN TO OFF. 
CELLENT WHO BOARD OF SPECIALIST GENCE SCHOOL| JRETURN TO ROTATION THROUGH RETURN TO NATIONAL DIVISION oy 
WISHES TO BE REVIEW REFRESHER OFFICE RELATED OFFICE OFFICE INTELLIGENCE DAD, AD, ETC 
Fveuneises ; COURSE UNIVERSITY LEVEL —— 
roug : 
Only) 


2. 8 8 | 
~ 


NOTE: A SPECIALIST MAY BECOME A GENERALIST aa 
AT ANY STAGE IN HIS CAREER, IF HE SO 
WISHES AND IF THE BOARD OF EXAMINA- 
TION AND REVIEW SO DECIDES. 


SECRET 
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APPENDIX J 
EVALUATION OF OUTSTANDING CANDIDATES FOR THE CAREER CORPS 


Each year the Director of Personnel will have his Staff 
compile a list of CIA employees who have worked for the Agency 
for at least two yearg, and who should be considered as candi« 
dates for the Career Corps. His compilation would be made 
from appraisals submitted by supervisors, from applications 
submitted by employees who have not been recommended by super- 
visors, and from analysis of Skimmer charts. 

The Director of Personnel would review the list, strike 
out candidates who could not possibly qualify, and then 
schedule all of the remaining candidates for testing to deter= 
mina which of them passed minimal test standards, 


A. TESTING 


& battery of objective tests would be given to candidates. 
The battery would include tests and questionnaires ons 


1. Mental speed and learning ability. 


2. Logical reasoning, analysis of evidence, and open 
mindedness. 


3. Verbal intelligence, 


4.  Gurrent and world affairs, including important his= 
torical and economic facts and principles. 


S$. Vocational interests and work conditions inventories. 
6. Temperament and personality. 

7. Written interview questionnaire, 

8 Language sptitude and proficiency. 

9, Knowledge of intelligence activities, 


eas 52 om 
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This testing battery would be geared to the adult and 
miture level characteristic of CIA employees. Test items 
would be written which would have face validity for in« 
talligence personnel. Allowances would be mada on teat 
scored for age and degree of education, and the tests would 
be constructed to measure experience, knowledge, and atti= 
tudes learned on the job as a result of CIA employmerits 


In some cases the candidates would have taken a few 
0." the tests before. This would be true of' employees whe 
had been hired as professional trainees. Tests previously 
administered would not be repeated, but the candidates 

would be given the more advanced tests which are specifically 
applicable to CIA employees, such as the test dealing with 
knowledge of intelligence activities. 


The tests would be developed, administsred, and scored 
by the Psychological Staff of the Office of Training. 


In order to receive serious consideration for career 
positions candidates would have to obtain passing sccres 
on the battery of objective tests. The passing (i.¢., eritical) 
scores would be determined by the Director of Personnel; 
assisted on technical aspects of the problem by the Pay= 
chological Staff of the Office of Training. 


The Director of Personnel will schedule those candi- 
detss who received passing test scores for assessment. 


B. ASSESSMENT 


The assessment, like the testing battery, would be 
geared to CIA employees and standards. Situation testa, 
interviews, and planning problems would differ from those 
outlined in Appendix C, which deals with assesament of 
applicant trainees, Assessment procedures outlined in 
Appendix C would, in part, be adopted but they would be 
revised and adapted for Agency employees, Since so mich 
more is known about a CIA employes than an applicant for 
a | o ¢ Assessment Team could work at a more ad= 
venced Tevel and could do a more refined joo of assesament 


aralysia. oe 
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The Assessment Team would search for answers to such 
questions ass: 


1. Is the employee best suited for active field oper: 
ations? For a Washington Headquarters assignment? 
For an administrative support role? Is he one 
of those few persons who can do all such jobs 
equally well? 


2, Is he a good organizer, executive, and leadar? 


30 Is he best in "lone wolf" operations, either in 
the field as an operative, or in Washington as 
&@ research beaver? 


4. Does he have promise as an intelligence analyat, 
. a8 an intelligence sythesizer, or as a report 
writer? 


50 Is he creative, imaginative, and such a constructive 
thinker that he could be used as a planner? 


o 


In analyzing the employee's capabilities the Assessment 
Team would interpret ites findings in terms of all availeble 
evidence, such ass 


1c Results of the objective test battery. 

2, Training evaluation reports, if available, 

30 Appraisal and efficiency reports by supervisors. 

ho Records of accomplishment in CIA, 

The Assessment. Report would then summarize the findings 
on the employee in terms of his interests, aptitudes, moti= 
vations, social skills, job proficiencies, temperament, 
attitudes, and personality. The Assessment Report would be 
sent to the Director of Personnel with suggestions in respest 
to the employee’s possible use as a generalist or specialist. 
GC. FINAL REVIEW 


The Director of Personnel would then schedule the meet 
outstanding candidates fer final evaluation. Possible 
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gineralists would be evaluated by the Board of Examination 
aad Review, and possible specialists would be evaluated by 
tne Board(s) of Review. In some instances the Board of Exe 
eninetion and Review might reject a candidate ag a generaliat 
but recommend his evaluation as a specialist by one of the 
Boards of Review. 


Since considerable time and thought would have been 
davoted to the analysis of individual Capabilities, the 
rasults of such studies would prove fruitful even for 
taose employees who were not selected for sarser positions, 
beacause the Office of Persormel would have valuable ine 
formation which would permit placing the enployee : 
position best fitting his talents, and he could be ativised 
ais how he should train and prepare himself for most rapid 
aivancement. 


re 


“> ced 
we 
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Pages 56 to 68: 


Agair., this is what the Training Selection Board should be 
concerned with. 
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APPENDIX FE 
ROTATION PLAN FOR CAREER TRAINING < SPECTALISTS: 

A. DEFINITION 

For the Career Training Program a specialist is a person 
80 designated by a Board of Review (Section V, B, 3, and defined 
dn Seetion Vy Cy 2). 

At any point in hic career a specialist may have his cssig- 
nation shanged by the Board for Examination and Review to that 
of generalist (defined in ¥, C, 2) and Appendix WN). 


B AIM OF ROTATION OF SPECIALISTS 


A basic =e ee epgeielis teeing peoeeee, 
Oe 6 


aunt esploriant to a as he sin of ot 
_to_ improve b: is competence in ; and useipin inees 


Sa  SOGPE OR ROTATION Flaw 


Lepending upon the mission and needs of the individual 
offiee, a specialist may be rotated through training leading to 
sompatence in any or alj. of four mejor fields: 


{1) Operational 

(2) Administrative 

(3) Analytical = Research 
{h) Technical 


The longerange enphasis will be placed on those fields that 
ure considered eseential for the job the specialist is ultimtely 
axpected to hold. 


Do TYPICAL, ROTATION PLAN 

There follows a typical rotetion plan, in seven phases, 
for specialists. Its purpose is orimarily to indicate the scape 
of training contemplated rather than to present a specific 
pattern that a particular indivicus] mst follow. A21 phases 
of the training will be tailored, with the Assistant Director's 
approval, in each instance to fit the person’s needs and potential. 

~ BG oo 
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Phase 1 = 


iL year 


CIA Intelligence School (Appendix L) 


Refresher course, to include: 


Bo 
De 


Phase 2 <= 


Extensive area study or functional study of 
his area 


Preparation of an Intelligence Survey on 
National Intelligence level, 


& years 


Regularly Assigned Office 
Return to assigned office and emtinue work thare, 


Phase 3 = 


i year 


Rotation Thr a Related Office 
(Office of Carsent Intelifigence assumed = if Office of 


Operations, Office of Special Operations or Office of 
Policy Coordination, this may consist of a tour abrcad 
of one to two years) 


Bo 


b 


Ge 


Threa months in the Soviet Division of tae 
Support. Group. 


Three months in the Eastern Diviaion or the 
game Group. 


Three monthe in the Western Division of the 
game Group. 


One month in Operaticns. 


One month in Situation Room = etudy and 
participate in briefing problems. 


One month in liaison duties with those 
sections of the other intelligence agencies 
concerned with Office of Current Intellirence 
activities. 


i 87 => 
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go This phase may be supplemented by from 3 to 
6 months in a Service Intelligence Schocil, 
Phase 4 = 2 year's 
Regularly Assigned Office 
Paturn to assigned office and continue work there. 


Phase 5 = 1 year 
25X1 


bo Study collecting and reporting problems, 
& Suggested alternates for this phase include 
a tour of approximately one year at either 


the Army War College, Naval War College or 
Air War College. 


Phaze 6 = 2 years 


Regularly Assipned Office and a Related One 


Return to assigned office and continue work there 
one year, followed by one year in a related office. 


Phase 7 = 312 montha 
National Intelligence = University Level. 
a Study threats to Uo S. national security 
stemming from the particular area in which 
he has specialized, 
b. Study means by which Intelligence may best 


support U. S. national planning and policy 
in foreign relations. 
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Go Work during this phase in company with poliay 
and planning officers from key government 
agencies, 


d, The specialist returns to his office for an 
assignment of importante and responsibility 


at the end of the cycle of training and 
rotations 


{Appendix k) 
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APPENDIX L 


ADVANCED TRAINING = CIA INTELLIGENCE SCHOOL 


eae 
nae: 


The advanced training will be in the nature of 4 
refresher course for experienced specialists. The pro- 
gram will aim for twalve months duration. In this course 
the student will: 


(1) Receive Lectures from eminent and qualified 
visitors. 


(2) Engage in extensive area reading and study. 


(3) Prepare an Intelligence Survey on a National. 
Intellicence Level. 


(i) Engage in supplementary area studies at 
suitable universities. 


(5) If possible, spend some time abroad. 


a EO) os 
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APPENDIX, M 


IANGUAGE TRAINING FOR SPECIALISTS 


Language training will be made availeble for 
specialists as the need arises. Much of this training 
ean and should take place eutside the Agency, in exist- 
ing institutions. Soma, however, will be provided by 
the Office of Training within the Agency, and the use 
of the CIA audio-visual Laboratory equiprent will enable 
language proficiency to be maintained and improved 
upon. 


Arrangements for such training are presently 
being made. 


oie 
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APPENDIX N 
ROTATION FLAN FOR CARUER TRAINING + GENERALISTS 


A, DEFINITION 


For the Career Training program a generalist is an emloyes 
who meets the standards defined in V, CG, 2, and VII, and 1s so 
designated by the Board for Examination and Review, (V, By 3° 


Bo AIM OF ROTATION OF GENERALISTS 


The aim of roation of generalists is to arm them with a 
broad, first-hand faniliarity with the role of National Intelii- 
gence in the Government structure. 


Go SCOPE _OF ROTATION PLAN 


The rotation plan for « generalist mst be of the widest — 
scope, and not tiled to the misaion or needs of a particular 
Agency office. It should Lead to the breadest practical 
competence in the firet threa of the following fields and an 
appropriately restricted competence in the fourth: 


{3} Operational. 

2) Administrative 

(3) Analytical » Research 
(4) Technical. 


Do EYRIGAL ROTATION FLAN 


There follows a typical rotation plan, in nine phases > for 
generalists. Jt ia assumed that the generalist has completed al} 
or part of a retation plan for specialista and hae then com letad 
& year or two of duty in his regular offiee before saliection ca a 
generalist. Ite purpose is primarily to indicate the scope of’ 
training rather than present s specific pattern that a particular 
person mist follow, All phases of the training will be tailored 
in esch instance to fit the individual's needa and petential. 


Phage £ = k year 
25x11 


~ 62 6 
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Phase 2 = 2 year 


Assignment. in the Agency 


Return to an appropriate aesignment in the 
Agency 


Phase 3 = 1 year 
Rotation through the Offices of Naticnal Estimates 
Tor the Office of Gurrent tnteliigence if regularly 
assigned to O/NE) 
Phasa )) = 2 years 
Assignment in the Agency 
Return to an appropriate assignment in the Agency 
Phase § ~ L year 
Attendance at National War College 
Phase 6 = 2 years 
Assignment in the Agency 
Return to an appropriate assignment in the Agency 
Phase { « 1. year 
Office of Executive Secretary, National Security Council 


Participate in National Security Council Senior 
Staff meetings 


Phase 8 = 1, year 


Assignment in the Agency 
Return to an appropriate assignment in the Agency 


Phase 9 ~ 9 months 


National Intelligence = University Level (Appendix R) 


2 63 = 
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Study on a joint basis: 
& Intelligence doetrins 
bo Intelligence methodology 
Go New diregtions Intelligence mst take 


Then return to the Agency, for a high-level assignment as 
a generalist. 


i Bieta 
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APPENDIX 9 


CAREER TRAINING -- INTELLIGENCE ADV ISORY COMMITTEE EMPLOYERS 
aan iaatiaiahaiatiatenianiatabiememtn rie pamnienin cciierer ee LP ETRE. E> NAR AN RIN RAAT OME A NSC RT MS ee St 


A. introduction 


The problems and conélusions here presented now apply 
to career commissioned personnel of the three military 
services who are assigned to the Agency as part of their 
normal active duty rotation. However, the assignment to 
the Agency of carser personnel of State, or any other 
Department or Agency, would impose similar preblems 
requiring equelly careful resolution. 


B. Background 


As of 1 June 1951, the Ageney had on board or ordered 
some active duty commissioned military personnel 
against an allowance of The Agency needs many more 
of this category of personnel, and, it is understood, has 
recently recei authorization for an additional 
allowance of = 


G.. Probles 


The Agency bears a two-fold responsibility in job 
assignments of these personnel: 


(1) On the one hand they should be used where their 
general and specialized skills will be of maximum 
practicable benefit to the Agency. 


(2) On the other hand their employment by the Ageney 
should further the carser training of the indiv< 
idual officer and should be appropriate in ree= 
ponsibility and functions to the rank and 
experience of the officer. 


If the Agency does not meet these responsibilities & 
placement and training, the impact on the Services is 
likely to result in their effort to fill a bare niniwun 


of CIA billets, and further a tendency to withhold from 
assignment to CIA the superior officers the Agency needs. 


= 6S e 
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Informal spot check indicates thet in some instances 


the Agency has failed to meet these placement and 
training responsibilities. 


D. Comment 


The following, while representing merely tentative 
conclusions, points the direction of the study currently 
in process by the Office of Trainings 


A top-level Agency policy is essential to guide 
the placement and training of assigned active-~ 
duty military personnel. A high-ievel monitor-— 
ing is required to insure that this policy 2 
implemented throughout the Agency... 


Appropriate Agency slots should be designated 
to be filled by military only or optional 
wilitary=-civilian. Active duty military per-= 
sormel should be assigned only in these slots 
unless specific exception is authorized by the 
Director of Personnel. These slots should s+ 
all times total the same as the then current 
CIA approvad allowance of active-duty militery 
personne. » 


Each of these slots should bear a job deseription 
that clearly justifies the employment of an 
active-duty military officer and wiil form the 
basis for qualifications requested when Levy is 
made on the military services for assignment 

of personne... 


Ke Reconmmendat jong 


This anpendix is included here because of its relevance 
to the over-aji problem of career corps in CIA. It 
describes, however, a distinet and separate problem that 
may be resolved apart from the development of a Career 
Corps Program for civilian Agency employees. Pertinent 
recommendations will therefore be submitted separetely. 


(3) 

(2) 
‘ea 

(3) 
‘ease! 
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i APPENDIX P 


IMPLEMENTATION OF UNIVERSITY AND INDUSTRIAL TRAINING 


A very important part of the Agency's career training 
needs can be met only by universities and industrial 
firms, The university contacts established for the 
program of recruitment will be of great help in arranging 
programs in the universities. It will be the policy of 
the Agency to establish internal training courses only 
when the specialized nature of the instruction, iack 
of outside facilities, or security make it necessary. 


A. There will be little difficulty in arranging for weil 
qualified persons to study under existing university 
programs, provided that application is made before 
the program is filled. The need for sarily application 
is particularly great in the scientific fields, where 
laboratory space rigidly limits the mumber of 
students who can be accepted. 


B. In certain fields, particularly those of scientific 
ww intelligence and perhaps some area studies, tailored 
programs must be arranged with outstanding institu 
tions, or within the Agency, preferably the former. 
The curriculum and emphasis must be arranged with our 
needs in mind, and the length of the course, which 
is an obstacle to the use of many existing programs, 
must not exceed one academic year, special summer 
aessions will meet many of our needs, 


So that full use may be made of the institution’ e 
facilities and personnel, and so that students wil?. 
receive full benefit from contacts and discussion, 
the courses will be unclassified, and open to other 
than Agency personnel. (The latter may be a source 
for recruitment.) Classified instruction will be 
earried out within the Agency. 


25X1 


ww ii ag 
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Pages 69 to 71: 


We've been talking about these since 1951! 
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oS 
CAREER BENERITS AND SECURITY 


& This appendix summarizes career incentive benefits 
that the Central Intelligence Agency may offer its 
amployees under general or specific provisions af 
surrent legislation. Requiraments for implementing 
apecifie actions are indicated. 


B. The Central Intelligence Agancy may offer these 
benef te: 


I, Agtion 


Apply to appropriate CIA personnel time and 
onechalf service credit against retirement fer 
ail service under certain hardship or hasardous 
conditiens ., 


Gonment 


@> In effect, this sermits retirement at the 
age of 50 after 20 years of governnent 
service with tha same retirement pay that 
would normally accrue after a full 30 years’ 
service. Alao, for aach year of serwice 
beyond 20 years, the employee would receive 
an increased annuity. 


bh, To implement this action sould require that. 
the Agency consummate an agreement with the 
Civili Services Commission authorizing the 
application to Agangy employees, under 
broadly defined circumstances, legislation 
eurrentiy applicatie to certain personne) 
of the Federal Bureau of Investigation and 
the Treasury Department... 


Il, Agtion 


inerease base salary for service involving 
unusual harvard or hariship. 


oS &} oo 
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BERDUATE TRAINING so OTA TELL ICENCE SCHOOE 


This training is for the generalist who may become 
an Assistant Director or a Deputy, or for an existing 
Assistant Director or Deputy. 


The purpose of the program will be that of studying, 
on & joint basis, intelligence doctrine, methodology and 
new directions that intelligence work must take. 

Specific intelligence problems may be studied 
exhaustively in the Graduate School by selected graduates 
of the National var College, members of the State Depart. 


nent, other intelligence agencies, and the Central Intel- 
ligence Agency. 


aa ae 
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canteen ens cena fra ee 
Loan gee 
Doltes Since Last repos eee eee 


Hes duly changed since last report i ftea 


Courses is obher experiences Complateds 


Fe ahcoettae “nik catnlaes sadadaaiemdeapdeanadienenamai <eteedtem= -aaetarenaneuaieianenenaenandinetetianeataaiainaedmmbidemnaditammnemmedianmameansentemenaaead tandetamamanummndinedesniaennieeitnennieeindienmtdamemademdenteniantasininmmnnndinedtiontneeminuninanennenneteinnnannnaine 


Profi¢lercies in languages: 


LASSER A gH UR SRNR TN ster et ae oe tiga RE Emete erent 


Sas ig Lae BBO! rey smd te 


AA OEP: TARE PION AT 


Sucesedirg sactions | Nane of supervisae Ore . 
filled by supervisor 


CCT ics Pat NUNES (Ghesk ane) 
ts enuplopes qualified Li "Definitely Pe *Preier net 

for ali his present nee ward him te ewe rh 

ey iutdes /¥0s (7 No | (Unsatis- (Uneat, 
een factory) ERE EO 


Personai qualifications genere) (List only outatandiny cuml if! ‘Gationg e4thar above 
below everagga? s 


Se a Ng IME NOOR MRR et TE 


_fbe pleased f Part: 
Lo have ble Cases 
Ces ce 


so ane edie tituaadadeenctneabaenadcnetiindal 


Strongest. single qualification: Nopt peticasbia waakneser 
pate Se share tis mabmitantiiecaiantatic —~ oe man ne 
Considering all officers /° lar f fits Oe LP we Git 30% EE! oruy 

of conparacia duby whose ne eipe Were to Bere bo vere OR were 
professicnel abilities ghmstens be p me OFGe 1 PDs be 
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Ae ONE ANIA EMOTE OAR SNR TR REE A ARSE AES IMS Km = A 


Leman ee tm am een ome 


3 : what fe the next aten ab ad for . 
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aye 


“wetion ef echieg belo 


ny, Hoy, % 
FJ lamad ately promotable gf Fromotable upon 


aA ERIE SN ROR at 88 ee em mt 8 


cn memo ee 


mRNA EAN NR AN IMR EEE NY NA RIA RON RMR MF 
rs 


a porto, ’ , 
f jleave on job f fTavni nate 
rman nes” ‘Seven 


“Aes Pee 
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amert., ets) 


(Check one) 1 consider tais reper’ bo be re /Sat Selacvory ! if ured slectory 
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To: SUPERVISORS 


To eliminate leek of objestivity and "halo effect" 
supervisors are inatructed to appraise the individual 
under the foliowing proeedurest 


FIRST = Identify the individual in one of the 
following job famildess OPERATIONAL; ANALYTICAL-RESEARCHs 
ADMINISTRATIVEs ox TECHNICAL. 


SECOND = Appraise the individual against the specifia 
job criteria of his beaic family. 


THIRD = Appraise the individual against the ADDITIVE 
criteria necessary at higher levela of competence sad 
responsibility. 


In identifying the individual in a job family, the 
individual s FUNCTION ie the determinate factor, not his 
Office or Division. 


Having identified the individual in # SINGLE job 
femily, the individual's abilities or "petentiality" for 


greater breadth of service and higher responsibility are to 
be appraised against the ADDITIVE criteria, 
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\ eae’ This job family ig grounded in ect ion; organizing it, planning 
i®, getting it done. Ag sebion ie played with and against 
people, these characteristics identify this typa: an ability 
+o meet with, iive with and gst the most. cut: of peeples and te 
ereate enthusiasms, pride in mission anc sense of mattering. 
Area and subject are important but as handmaidens of action, 
i1.@>5 knowledge thet dictates feasibility or reveals vulner- 
ability. in the exceptionable individue]. there may be large 
analytical and research abilities, but the prototype is the 
extrovert and man-of-action. 


Fer each factor observed circle the appropriate point to indicate how the officer 
Sempares with @11 others of comparable duty whose professional abilities ex: known 
tO you personally. De net Limit this comparison only to others now under your 
commanc- Do not hesitate to mark "Not observed" on any quality when appropriate. 


2%: 


pons ; 


2 PAL SAN SIP RT ar: 
H- ae 
| ERR ON Me mse a 


Ve PanEt S NECETAMN neen 


icaateainieuesiememasaattianeeaiaiiianaememmemammnatlneen ema meeetommeine Cee Ee 


GETTING THE 
JOB DONE 


PLANNING AND 
ORGANT2ING THE 
JOB 


ABILITY WITH 
PEOPLE AND 
TEAMPLAY 


ENGHLEDGE OF 
AREA OR SUBJECT 


TACT AND 
DISCRETION 


REPORTORIAL ABILITY 
VERBAL AND WRITTEN 


SENSE OF RELATIVE 
IMPORTANCE 


NON-GULLIBILITY 
EVASION AND [ECEIT 


ADJUSTMENT TO 
TRYING HOURS AND 
eG GNDITIONS 


eS RER LT LCD A TEE DS a. TE: BENTO ak: Eats 


Cid) Eh Gla seine by & Coordinate point on Lower solme. 
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No individual comes by these qualifications easily or lightly. 
Yet, in whole or in part, they are required for higher echelon 
work in this Agency, As only the exceptional individual could 
hope to rate highly in this section, appraisal will be carefully 
serutinized for "halo effect", 


For each factor observed circle the appropriate point to indicate how the officer 
compares with all others of comparable duty whose professional abilitias are known 
to you personally. Do not limit this comparison only to others now under your 
command. Do not hesitate to mark "not observed" on any quality when appropriate. 

: oaso ca pet ss LE ATOR TOR RCGNME  t SE NL NAG LET 
~ Lip Check here if ‘appraisal is intended to relate to 
a latent ability or ia al" 


eet ee! em Or 


| INTELLIGENGE INSIGHT 


[ABILITY TO GREATE 
THE HYPOTHESIS 


er ee 


DISCIPLINED MIND AND 
ORDERLY THINKING 


ee ee 


ABILITY TO SUSPEND 
JUDGMENT 


COOPERATES wITH 
ASSOCIATES 


ee oo 


SENSE OF PERIPHERAL 
AND DIRECT TIE~INS 


oO 1 Om Omen es ts Ow IL Re ee tO 


MOVES FREELY AND 
EFFECTIVELY WITH 
BQUALS AND * SUPER LORS 


me mame mes em me oO Ie 


‘AB ILITY TO SUPERVISE 


AEN on ae a ee ems oe OO ea a ce 


ABILITY TO HANDLE 
AND INSPIRE 


TO DEVELOP SUBORDIN- 
Oe cae 
TO PLAN AT POLICY 
AND HIGH LEVEL 


Pr odie Dale war ane wage tale abate Seiten et 


“SUBSTANTIVE 


ane a ane ora HOE aor reer. TE 


i a Fe af RR ATRTN ETLgN HE  OE M ERT H Ca!masN a Rr mE me mr Fe at ie A ight i mm 


[ADAPTABILITY 
PHYSICAL ENERGY 


yn A Ee RY AR RR FEC Oe 


{SELF DISCIPLINE 


Bhs SAT 2 RPE ET Se ART OE A a ee mneeeT  FF 
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Pagss 1, 2, and of the preceeding 
form (OPERATIONAL) would be combined 
with each of the following three 
forms to meke up 4 complete appraisal. 
blank for these job famil4ea: 
ANALYTICAL-RESEARCH, ADMINISTRATIVE 
and TECHNICAL, 


SECRET 
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ANALYTICAL RESEARCH 


This job family is grounded in study; reading, seanning and 
integration. Area and subject are of commanding importance 
with aetion a second remove. There is required an absorbed 
interest in new factual minutia and new relations totween 
facts; a "feel" for analysis (the examinetion of component 
parts separately and in relation tc the whole) and for 
research (the revision of accepted conclusions in the Light 
of newly discovered facts).. In the exceptional incividuai 
there may be operations! abilities, bub ihe protetyps is the 
prefessional or specialist. 
RLY ERS ETT LST EI TIL BI I TO IEE RE IE A SRSA CORR LORRI SEL ET PSS te NSN NE TRS RE GAR EF 
£) 1 identify thie employee anrlytical researe: 
KNOWLEDGE ‘OF AREA 
OR SUBJECT 


ARRAS ANE RCo 


OBSERVATION SENSE 
OF RELATIVE =IM- 
PORTANCE 


RESISTANCE TOG 
TEDIUM 


SENSE OF AVENUE 
OF ATTACK 


ANALYTICAL AND 
RESEARCH ABILITY 


READING COMPHE- 
HENSIOCN AND “QUTTING 
A BOOK" 


ABILITY TO DIGEST 
AND REWRITE 


SENSE OF BEARING 
OF NEXT DSSK'S 
SPECIALTY 


MEETING DEADLINES 


Poe, 36 iQ 0S SANT AIRE RA IEE ERTL TR NAR OEE IT: RA BE EI Li EAI I RR AN MARRERO a ROBE Ke LE GOR 
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ADMINETSTRATRT AVS 


Ths job family is grounded in good "housekeeping™ ido, 
knewledge and sane control of proceedures coupled with an 
ab. Lity to keep an organization moving free ly and smoothly. 
knowledge of intelligence techniques is helpful but tha 
requirement is for a generalized knowledge rathar than for 
@ specialized understanding. In the exseptional individual 
there may be a flair for generation of the idea, but tha 
prototype has a native resistance to (rether than thrill in) 
the new idea coupled with a lerge facility in picking the 
flaw and in saying, no- 


AS LE $ AAR 2 ZR LD RS eeaa g 
£7 1 seentizy this employse-administratiye | 
KNOWLEDGE OF 
PROCEDURES 


PAINSTAKING i 
BUTTONS THDRKS : 
UP 


GETTING THE 
JOB DONE 


§ 
ifs 


FORSEES AND MEETS 
LINES OF OPPCSI-: 
TION 


PROPER INTEREST f 
IN ALL PHASES oF 
GROUP'S AORK i 


MEETS SUPPORT 
DEMANDS 


ABILITY ITH 
PEOPLE AND 
TEAMPLAL 


ABILITY TO PICK : d 
FLAWS AND SAY BG : 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


Approved For Release 2003/02/27 : CIA-RDP93-00791R000100100001-9 


TECHWIGAL 


This job family is grounded in technical knowledgs of the 
specialty and the broad field of the spesielty. Araa and 
languege are handmaidens. The pretatype is the technician, 
the linguist, the engineer and the scientist. 


SS RRA NE SPREE R22 RACINE SS HR BAN RES tri 


SACRE ee PRE EE AER: ; ; A 


KNOWLEDGE OF 


SPECIALFY é 
KNOWLEDGE OF 4 
THE BROAD FIELD A 
GETTING THE i 
JOB DONE i 


KNOWLEDGS OF 
AREA 


SENSE OF PERT - 
PHERAL OPERAT ONS 


ADJUSTMENT TO 
TRYING HOURS AND 
CONDITIONS 


ABILITY sITH 
PEOPLE AND 
TEAMPLAY 


ot 
iS 
te 
ae] 
ey 
4 
x 
a 
v 


EE Ge SE PRE RE A NEES RS. BER ROR eR Oe 


DISCRE?:.ON 
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ROUTING AND RECORD SHEET 


SUBJECT: (Optional) 


FROM: EXTENSION | NO. 
Director of Training pad. Since eens Ege eeoe pe 
iar. February 1965 S 
TO: (Officer designation, room number, DATE 7 a _ a at he 
building) sane! OFFICER'S COMMENTS (Number each comment to show from whom 
INITEALS to whom. Draw a line across column after each comment.) 
RECEIVED | FORWARDED 
STAT I; Jack: I meant to give you this 
Exec, Off. /DDS&T today. It's for "saturday morning" 
3 = + reading. I would be interested in 
your comments relative to our 
executive development theme. 
3 
os — [2% 4 as, MBAIRD 
4, 
STAT 
5. aia lak a ad 
6. - fi aaa ata 
7. [ tO 
wise a ge +. 
8. 
e oe ease = 
9. 
10. : ; * — ii 
- ee bs a Ne 
11. 
12. il ie ad 
13 - a = rh i 
14. 
- en 
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